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Foreword
Equality in Practice: A guide to mainstreaming
The vision of the Learning and Skills Council is to create a learning society in which
everyone has the opportunity to go as far as their talents and efforts will take them.
The Learning and Skills Council has an ambition to make learning more inclusive, to
widen participation, to eliminate discrimination and promote diversity.
The Learning and Skills Act, 2000 sets out what the Council has to do and the remit
letter from the secretary of state details how the Council is expected to promote
equality of opportunity.
In April 2001, the DfEE issued guidance to local LSCs entitled Mainstreaming Equal
Opportunities, to help them in developing their local strategic plans. The DfEE also
issued guidance on making provision for people with learning difficulties and/or
disabilities.
Equality in Practice follows on from this previous guidance and aims to provide
further assistance by identifying what effective practice might look like. It draws on
examples from existing providers. The document identifies key areas for action: The
LSC as employer; The LSC as Equality Champion; Mainstreaming through Policy,
Programmes and Actions and Monitoring and Evaluation. It suggests also other
sources of information. Thanks are due to the Learning and Skills Development Agency
and to Stella Dadzie for their assistance in producing this important document.
I recommend Equality in Practice to all staff in the Learning and Skills Council and to
others who may find the contents helpful. The advice and exemplars in this document
remind us that imagination and creativity play a significant part in using the available
resources to the best advantage of all people. It should help all in the LSC to build on
the developments of recent years so that equality of opportunity and diversity can
flourish in all aspects of our nation’s life.
Avril Willis
Director Quality and Standards
The Learning and Skills Council, Coventry, July 2001 
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1. The Equality Remit
I expect the Council to build equality of opportunity into all its policies,
programmes and actions.
LSC Remit Letter, Secretary of State for Employment, Nov 2000
Introduction
1 The Learning and Skills Council (LSC) is a new
organisation with ambitious objectives to make
learning more inclusive, to widen participation,
to stamp out unlawful discrimination and
promote equality of opportunity for all learners.
This creates both a challenge and an opportunity
for the sector to engage with those who are not
currently participating in learning and to adopt
a more learner-centred approach.
2 The Learning and Skills Act, 2000 set out
what the LSC has to do by law. It was followed
by the Remit Letter from the secretary of state
to the chief executive of the LSC, John Harwood,
in November 2000. This explains in some detail
how the LSC is expected to promote equal
opportunities both internally, through its
personnel policies, and externally, by embedding
equal opportunities in all its policies, programmes
and actions. Its vision is to create ‘a learning
society in which everyone has the opportunity
to go as far as their talents and efforts will take
them’. This was followed by the LSC’s corporate
plan (March 2001) which proposed a strategic
plan to 2004 and the equal opportunity national
strategy. This was approved by the management
board in March 2001.
3 In April 2001, the Department for Education
and Employment (DfEE) issued  guidance entitled
Mainstreaming Equal Opportunities to local LSCs
on developing local strategic plans. In contrast,
this publication indicates what good practice
might look like, and draws on examples from
existing providers as well as new local LSCs. It is
expected that this will be followed by other
publications, including a publication on good
practice from the LSC and local LSCs addressed
to providers, and a nationwide user survey.
4 In addition to this flow of information and
guidance, the work on equal opportunities is
supported by:
• the equal opportunities committee of the
Learning and Skills Council
• advisory groups for each of the 47 local LSCs
• liaison between equal opportunities staff in
the LSC’s quality and standards directorate
and staff in other directorates
• a review of strategy by the DfEE.
5 Equal opportunities (EO) combines an
organisational process and a pervasive culture.
EO is an overarching term used to address the
barriers that prevent full social, economic and
political participation due to a person’s race,
gender, disability or age. The current emphasis on
EO stems from an explicit commitment to
include all social groups, to discourage
discrimination and value diversity.
6 EO developments have been associated
with inner-city initiatives, although protecting
and supporting the rights of minorities and
individuals in rural areas is equally important
and challenging.
7 Employers and providers of education and
training must comply with legislation on race,
gender and disability as well as broader human
rights legislation. Chapters 4 and 5 give more
details of these requirements and sources of
further information.
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8 EO should not be thought of as ‘treating
everyone the same’. It calls for a careful
assessment of the particular needs of identified
groups and of the strengths and weaknesses of
an organisation to meet them.
The National Remit
9 This is the first time the leading organisation
in post-16 education and training has been given
this responsibility as part of its statutory remit.
Its radical agenda builds on the growing body of
good practice encouraged by TECs and CCTEs, the
FEFC and other post-16 stakeholders.
10 There is an expectation that, from the outset,
equality of opportunity will be part of the LSC’s
culture and operations. Learners, employers and
providers also expect services provided to them
by the LSC and other public sector organisations
be underpinned by good equality principles and
practice. The LSC will engage proactively to set
the standard and agenda for others to follow.
11 The LSC’s vision of a learning society that is
free from discrimination and prejudice and that
helps all learners reach their potential stems
from the statutory requirements and duties set
out in the Learning and Skills Act, 2000.
The Learning and Skills Act, 2000, section 14,
requires the LSC to have due regard to the need
to promote equality of opportunity between:
• people from different racial groups 
• men and women 
• people with a disability and people without.
The LSC must also report annually to the
secretary of state on:
• what equality arrangements it has made
during the preceding year 
• how effective the equality arrangements
were 
• equality plans for the following year.
12 The LSC’s corporate plan provides a
framework by which the LSC and local LSCs
can operate nationally and locally. This is not a
one-way process – strategies employed by local
LSCs will influence the corporate plan, both
individually and collectively. For example, the
local skills strategy will set out how the local
LSC will build relationships with employers to
address skill needs. The local participation strategy
will show how EO issues are being addressed, and
how increased participation tackles current issues
of age, gender, ethnicity, disability or geographical
area, as well as how the local LSC plans to bring in
new and returning adult and young learners and
track their progress. Together these plans will feed
into and be informed by the learning strategy,
identifying how local LSCs will deliver post-16
education and training to meet both employer and
learner needs.
Local strategic plans must be compatible
with the national framework and the National
Council will review them all in January or February
each year as part of the review and roll-forward of
the corporate plan. This might include challenging
any inadequate plans, or taking action if the
aggregated plans do not enable the national
objectives and targets to be met.
LSC Corporate Plan, March 2001
13 In their first year of operation, local LSCs
should start preparing their participation,
skills and learning strategies from May 2001,
consulting providers and others from September
2001, deliver their draft local strategic plans for
consultation in December 2001, with finalisation
by March 2002.
14 The national equal opportunity strategy,
agreed by the LSC management board in
March 2001, will need to be clearly reflected in
local LSC strategies and plans. These in turn
will influence further development of the national
strategy.
The LSC equal opportunity national strategy has
the following overarching objectives:
• to develop the LSC as an EO employer 
and organisation 
• to develop the LSC as a champion of equality 
• to embed EO into all policies, programmes 
and actions 
• to report on progress towards equality.
Figure 1 illustrates how these overarching
objectives might translate into local LSC
objectives and action.
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Figure 1. Interpreting the national strategy at
local level
Objective 1: Develop the local LSC as an EO
employer/organisation
During 2001/02, the local LSC should:
• designate an officer responsible for the
human resources and employment equality
of opportunity policy
• prepare a written equal opportunity policy,
setting out a statement of the commitment
to equality
• secure the commitment of senior
management to equality of opportunity
• prepare a plan for implementing the policy
• communicate the policy to all staff and
potential employees
• train all staff on the requirements of
the policy
• conduct an equality audit of the staffing
profile and all current and proposed policies
and practices
• monitor to ensure that the policy is
working in practice and prepare an annual
report on progress.
Objective 2: Develop the local LSC as a
champion of equality
During 2001/02, the local LSC should:
• designate the chair and the chief executive
as champions for equality at board and
organisation levels
• make sure that the induction programmes
for staff and local LSC members, and the
staff development strategy focus on
promoting equal opportunities
• put in place arrangements for making 
future appointments equality proofed to
reflect the diversity of national and
local populations
• establish an advisory committee at local 
level with external representation to take 
forward the equality agenda, to review the 
impact on provision and learners and to 
spread good practice
• work with key equality organisations locally 
to build equality of opportunity into all 
policies, programmes and actions.
Objective 3: To embed EO into all policies,
programmes and action
During 2001/02, the local LSC should:
• establish a working group covering all areas
of the local LSC’s activities to integrate
equality into operational plans
• create management information and
business systems that gather all
appropriate data supported by information
from provider inspections, quality
monitoring and so on to ensure monitoring
and evaluation of equal opportunities
performance
• identify through research and stakeholder
consultation across all programme areas,
key equality issues and barriers and
strategies for positive change at local level
• assess the impact of local policies and
programmes on potential learners, in
particular identifying and re-shaping those
aspects of provision which would
differentially disadvantage ethnic minority,
disabled or women and men learners
• set equality targets and performance
indicators within operational plans to tackle
under-representation, under-achievement
and stereotyping in terms of gender, race,
age, disability and disadvantage in
particular occupational and learning sectors
• use mainstream and discretionary funding
systems which do not disadvantage any
group and which promote innovative
responses
• develop learning programmes and materials
which take into account the different
characteristics of learners from different
cultural and social backgrounds, and
learners with learning difficulties
and/or disabilities
• ensure providers and employers promote
equality of opportunity and take positive
steps to widen participation
• monitor progress on promoting
equality through reports received from its
advisory committee and internal working
group, recommending and following up
action as necessary
• benchmark the equal opportunities
performance of the local LSC and providers
on race, gender and disability.
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Objective 4: Report to the national LSC on
progress towards equality of opportunity
During 2000/02, the local LSC should:
• consult actively with its partners on its
EO strategy and local action plan and
publish the agreed document
• offer guidance and support to providers
on defining, consulting on and
implementing their EO strategies and
action plans
• make arrangements with the national LSC
to measure and record progress towards
the achievement of strategic objectives 
• draft a report for the national LSC
summarising the arrangements made,
progress on the main outcomes and plans
for the year 2002/03.
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The Local Remit
The planning and funding system must respond to the customers of
education and training. It must be driven by need, not by central design
or existing routes, and it must promote equality of opportunity for all
to learn and acquire recognised skills and qualifications.
LSC Remit Letter, Secretary of State for Employment, Nov 2000
15 There are many competing pressures on
providers, and the local LSC will need to place
EO on a par with raising standards and financial
robustness in order to encourage providers to
give the strategy sufficient priority.
Developing local strategies
16 To fulfil the statutory requirements, local
LSCs are expected to develop local strategies
that will integrate EO into all aspects of their
work. These will be rolled forward each year and
revised to take account of any new information
on target groups in the local population. Annual
action plans will also need to be drawn up,
showing in more detail how the EO strategy will
be implemented and to facilitate in-year
monitoring. The use of equality-related targets
and performance indicators to measure progress
will enable local LSCs to develop local provision
in a systematic and coherent way. Multi-
disciplinary EO advisory committees or joint
working groups will encourage ownership of local
EO strategies and action plans and ensure that all
local training and education provision is guided
by EO principles.
17 Each local EO strategy should present a
clear strategic overview of priorities for closing
equality gaps in access, participation, retention
and achievement, particularly in terms of gender,
ethnicity, age and disability. The strategic
overview will need to be based on a careful
comparison of local population data against
patterns of participation in post-16 FE and
work-based learning, to identify any groups
that may be under-represented in particular
areas of education or training. Similarly, data
on learning outcomes from post-16 provision
will need to be analysed to identify gaps in
provision and reveal any equality gaps in the
attainment of qualifications or jobs that leave
particular groups at a disadvantage in the
labour market.
Mainstreaming equality
18 It is the role of local LSCs to work towards
becoming beacons of good practice, promoting,
mainstreaming and prioritising equality of
opportunity in all its functions, and working
with local providers to make a genuine
difference to learners. Each local LSC is expected
to promote EO internally through its personnel
policies and externally by embedding EO into all
programmes, policies and actions and ensuring
that EO is a ‘live’ issue for local providers.
19 There is sometimes confusion between
‘mainstreaming’ equal opportunities and
‘mainstream’ educational provision. The Equal
Opportunity Commission’s Annual Report
1999/2000, Equality in the 21st Century has
a helpful definition for local LSCs to share
with providers:
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Mainstreaming builds equality openly and
actively into policy-making processes at
all levels and at all stages. It ensures that
policies,programmes and actions
specifically seek to achieve equality,and
do not put any group of people at a
disadvantage. In cases where some groups
are already at a disadvantage,
mainstreaming identifies where special
measures are needed.
The aim is to provide equal opportunities
for everyone in the community.
Working in partnership 
20 The remit of local LSCs is much broader
than that of TECs or the FEFC, encompassing
as it does adult and community learning (ACL)
provision, providers in the voluntary sector
and an explicit requirement that resources are
deployed in a way that promotes equality.
Partnerships with providers and other key
agencies will be essential if local LSCs are to
achieve these goals. There will need to be active
partnerships with local authorities and regional
development agencies (RDAs) as well as strategic
and local learning partnerships. Partnerships
between strategic agencies and providers will be
an essential requirement when bidding for single
regeneration budget (SRB) and European funds,
such as EQUAL. Each local LSC is likely to be a
lead partner in such bids, and a key player in
raising the importance of learning in other
strategies, for example in neighbourhood
renewal or delivering health action plans.
Quality assurance and improvement 
21 Local LSCs also have responsibility for
raising standards. The common inspection
framework and the LSC quality criteria, against
which providers must produce an annual
self-assessment report and development plan,
place a strong emphasis on equal opportunities.
The inspection framework applies to all learners
‘irrespective of […] their age, ability, gender,
ethnicity, learning difficulty and disability’ and
inspectors are expected to reflect the principles
of equality of opportunity in all that they do.
22 The LSC quality criteria outlined in Raising
Standards in Post-16 Learning also require
providers to ‘promote equality of opportunity
through every aspect of their operation, and in
particular, ensure access, participation and
closing equality gaps in learning and job
outcomes’. Local LSC quality managers and
advisers will need to evaluate the rigour of
self-assessment reports and development plans
with regard to equality and the extent to which
quality and equality are recognised as
co-dependent.
23 The purpose of the standards fund is to
improve quality through post-inspection
action planning, sharing good practice and staff
development, including sponsored places for
black staff on management training programmes.
In 2001 it applies to colleges, and local LSCs are
encouraged to use local initiative funds to
support innovative approaches to improving
equal opportunities. The LSC is committed to
developing a standards fund that will apply to
all providers from 2002.
Exercising leadership 
24 John Harwood has signed up to the
Commission for Racial Equality (CRE) Leadership
Challenge, committing the LSC to taking racial
equality forward. Each local LSC will be expected
to set standards and act as an example to local
partners and providers. Their strategic overview
of local needs and resources alone will not
qualify them to set and raise standards.
Providers and local people will want evidence
that local LSC EO policies and practices are
having a positive impact. They will also want
evidence that the local LSC is capable of
delivering EO in-house to its own staff, who
should be representative of the communities
served and empowered by senior managers and
board members to develop effective EO policies
and practices.
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Meeting learners’ needs 
25 Each local LSC has a responsibility to ensure
that local post-16 provision meets the needs of
all learners and addresses the widest possible
range of learning needs in close partnership with
local providers. This will be achieved by
integrating initiatives relating to widening
participation, neighbourhood renewal and social
inclusion and by adopting a range of measures
to reach under-represented or socially excluded
groups. Qualitative evidence based on positive
feedback from learners, community groups
and employers should provide input for
further innovation.
26 The local LSC has a particular duty to meet
the needs of people with learning difficulties
and/or disabilities, paying particular regard to the
assessment of their individual needs.
27 The DfEE has produced Guidance to the LSCs
on Meeting the Needs of Learners with Learning
Difficulties and Disabilities (DfEE, April 2001),
which covers statutory duties and actions for the
Council in relation to:
• disability statements
• work experience arrangements
• access to good-quality provision
• provision for under-represented groups
• boarding accommodation
• new assessment arrangements (including
ConneXions)
• inter-agency working
• transport and mobility.
Chapter 2 gives more information on inclusive
learning.
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1 Despite existing legislation, discrimination on
the grounds of race, gender, age or disability is
widespread in the UK and continues to limit
access to and success in post-16 education,
training and employment. Figure 2 gives a brief
snapshot of the national context in this regard,
and it is this context driving the equality agenda.
Each local LSC will wish to analyse their local
position as a starting point for strategies to
tackle inequalities.
Figure 2. Discrimination in employment,
education and training1
2. The Equality Context
The Council must spearhead the drive to widen adult participation in
Further Education, increasing the number drawn from those whose
background or circumstances have disadvantaged them.
LSC Remit Letter, Secretary of State for Employment, Nov 2000
1 Figures taken from LSC EO Induction Event, January 2001
Race
• under 25% of African-Caribbean boys achieve
5 high grade GCSEs compared to nearly 50%
of all white pupils
• more than 50% of 16–19 year olds of 
African-Caribbean, Pakistani and Bangladeshi
origin are unemployed
• 16–35 year olds from ethnic minorities are
nearly twice as likely to remain unemployed
than their white counterparts
• among youth trainees, young people from
ethnic minority groups are less likely to obtain
qualifications and jobs after they complete 
their training
• young people from ethnic minority groups are
seriously under-represented in modern
apprenticeships, particularly in traditional
craft sectors
• in the workforce as a whole, ethnic minority
people are under-represented at the higher
levels and over-represented at the less
well-paid grades in the workforce
• there are significant differences between
the achievement rates of different ethnic
minority groups. For white students in
colleges, 74% achieve a level 3 qualification.
This compares with 69% for Indian students,
67% for Chinese, 64% for Pakistani, 63% for
Bangladeshi, 62% for other Black origin, 60% 
for Black African and 59% for Black Caribbean.
Gender
• data from modern apprenticeships and FE
show marked stereotyping in subject and
occupational choices. In FE, women 
dominate in humanities and business while
men are strongly represented in 
engineering and construction. In modern 
apprenticeships there is clear polarisation 
in seven of the ten largest sectors. Women 
dominate in hairdressing, childcare, health 
and social care and business administration,
while men dominate in engineering,
construction and motor vehicle trades
• women are significantly under-represented
in education and training at NVQ level 3
• an average pay gap of 18% exists between
men and women, which has hardly
narrowed in the last 10 years.
Disability
• disabled people are seven times more likely
to be out of work and on benefits 
compared to non-disabled people
• the long-term unemployment rate
for disabled people is double that of
non-disabled people
• disabled people are twice as likely to have
no qualifications as non-disabled people.
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2 Equal opportunities is an overarching
approach to ensure that all learners, particularly
members of the groups that are most likely
to experience discrimination or barriers to
participation, have full and equal access to
provision. EO policies can be embedded by
ensuring that specific, measurable targets are
set against national and regional benchmarks
for improving staffing profiles and raising the
recruitment, participation and achievement
levels of targeted groups of learners; and by
requiring targets to be regularly monitored,
evaluated and reviewed.2
3 The Learning and Skills Act, 2000 requires
the LSC to have due regard to the need to
promote EO between people from different
racial groups, between men and women and
between people with a disability and those
without. But the LSC is also expected to address
ageism and local geographical factors such as
ruralism and community isolation and to target
pockets of deprivation, including those who
may not be fully protected by existing
anti-discriminatory legislation, as outlined below.
Social Inclusion
4 The legal requirements outlined above and
in Chapter 4 complement and reinforce the
government’s social inclusion agenda, which
includes funding criteria, targets and other
strategies for:
• widening participation
• developing inclusive learning
• encouraging neighbourhood renewal
• promoting equal opportunities
• tackling social exclusion.
5 In the past, providers have responded to
particular initiatives in particular ways, and will
have different approaches to equality issues. For
example, colleges have been engaged in widening
participation and inclusive learning initiatives;
providers have responded to TEC social inclusion
agendas and the Training and Standards Council’s
inspection which covered equal opportunities; and 
voluntary sector groups have been engaged in
neighbourhood and community development.
The role of local LSCs in understanding these
perspectives and in taking a lead to bring them
together is vital to helping providers gain a
broader understanding of equal opportunities.
Widening Participation
6 The case for widening participation (WP)
was made in Learning Works (FEFC, 1997).
It highlighted the important distinction between
a provider’s ability to increase learner and trainee
numbers and their efforts to widen participation,
retention and achievement for all sections of the
community. The report identified a number of
groups that remain under-represented in post-16
education. It demonstrated that with additional
funding, effective guidance, flexible provision
and appropriate learner support, the needs of all
learners can be catered for.
7 Local LSCs will be expected to play a key role
in using funding to ensure that provision aimed
at widening participation moves from short-term
project funding to the mainstream. It will need
to urge providers to dismantle barriers to
participation and inclusion by ensuring that their
monitoring categories, publicity, delivery and
resources reflect the complexity and diversity
of learning needs within local communities.
A commitment to WP and social inclusion
requires providers to take account of both
legislative and non-legislative considerations,
and to address the different needs of any locally
under-represented groups of learners. This might
include people:
• without qualifications, or who
under-achieved at school
• experiencing long-term unemployment
• from ethnic minorities, including
asylum-seekers and religious minorities
• needing help with English as a second or
additional language
• needing help with literacy or numeracy
• in low-income groups, including lone parents
• wishing to train in non-traditional areas
• working part time, or in temporary or
unskilled manual work
• over 50 years old, or who are pensioners
• with learning difficulties and/or disabilities,
including mental illness
2 For more information, see EQUALITY ASSURANCE: Self-Assessment for EO in FE (FEDA, 1998)
Age
• people over the age of 50 represent 30%
of people of working age but only 20% of 
the working population and under 10% of
people in training.
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• experiencing difficulties due to drug or
alcohol abuse
• experiencing difficulties due to homelessness
or leaving care
• who are on probation or are ex-offenders
• with emotional and/or behavioural difficulties
• living in isolated rural areas
• living in deprived inner-city neighbourhoods.
8 Providers will also need to take account of
the particular issues experienced by some groups
of women and men (for example, childcare,
safety or transport difficulties), and those who
are discriminated against because of their sexual
orientation or because they are transsexuals, and
respond to the range of individual needs that
may be present within each of these groups.
Inclusive Learning
9 Inclusive Learning (FEFC, 1996) complements
the widening participation agenda. Inclusive
learning does not mean integration; it means a
radical shift in perspective for providers to ensure
the best possible fit between the needs of the
learner, the curriculum and available provision,
and the learning environment. This is achieved by
fitting provision to the learner, rather than
expecting learners to adapt to the provision on
offer. It involves identifying learners’ specific or
additional needs, providing resources and
appropriate support, meeting their preferred
learning styles and giving them fair access to
appropriate assessment. This approach ensures
that all learners, whatever their individual needs,
can achieve their learning goals.
10 Inclusive learning applies to all learners, and
in particular to learners with learning difficulties
and/or disabilities and ways of enabling them to
succeed.3 The DfEE has produced specific
guidance to support the LSC’s statutory duty to
pay particular regard to this group of learners
and how their individual needs are assessed.4
The guidance outlines a number of specific
actions that local LSCs are expected to take
with regard to inter-agency working, boarding
accommodation, transport and mobility, work
experience and the new assessment 
arrangements.5 Given the new legislation, local
LSCs can require providers to produce disability
statements that outline arrangements and facilities
for disabled people as a condition of funding.
11 Each local LSC will be expected actively to
support those voluntary and community
organisations that promote an inclusive learning
ethos with all learners and that are sensitive to
the needs of under-represented or excluded
groups. This will require local LSCs to harmonise
funding to support those adult and community
learning (ACL) providers who have traditionally
fulfilled this role. The local LSC must also ensure
that clear and robust arrangements are in place
for working with the ConneXions service so that
people with learning difficulties and disabilities
are guaranteed access to suitable provision that
meets their needs and provides the additional
support they require.
Neighbourhood Renewal
12 Neighbourhood renewal is a long-term
strategy to build capacity in neighbourhoods where
residents experience significant disadvantage.
Action to improve skills will come from:
• mainstream providers
• investment from employers
• area-based regeneration strategies
• local community organisations (whether or
not their primary purpose is educational)
• local public sector organisations involved in
culture and health
• the actions of individuals.
13 The plan is to develop neighbourhood
learning centres with a step-change in ‘first-rung’
provision and capacity-building for local
individuals and organisations. It envisages the
development of appropriate information, advice
and guidance, employer involvement, school
business links and progression routes. Above all, it
invites ‘joined-up thinking’ rather than piecemeal
initiatives. Basic skills are a key target because of
the difficulty people with numeracy, literacy or
language needs can face when trying to gain
other skills and jobs. Local LSCs are expected to
play a key role in the development and delivery
of local neighbourhood renewal initiatives.
3 A person with a learning difficulty is defined as someone who
o has a significantly greater difficulty in learning than the majority of persons of his or her age
o has a disability which either prevents or hinders her/him from making use of facilities of a kind
generally provided by institutions providing post-16 education and training.
4 See Section 13 of the Learning and Skills Act, 2000 The LSA builds on the earlier legislation (Further and Higher Education Act, 1992)
5 See Guidance to the LSCs on Meeting the Needs of Learners with LDDS, DfEE, March 2001
Case study 1: Reviewing the EO strategy to incorporate widening participation and inclusive learning
Although the need 
for a written update
d policy is paramou
nt, for the changes 
and 
process to be imple
mented, there first 
has to be recognitio
n by the Review Gro
up that
discrimination occu
rs within an organis
ation and new syste
ms which can be m
onitored and
audited may be set
 up:
AIMS ANALYS
IS STRATEGY
STRATEGIC and TAC
TICAL GOALS
TACTICS
Welcoming and Cel
ebrating Diversity (E
O)
Policy and Strategy
Equality Targets
Inclusive Learning
Widening Participat
ion
(Organisational Bar
riers) (Learnin
g Barriers) (S
ocial Barriers)
The Organisation
The Individual
The Community
It is important that
 groups of performa
nce indicators are in
cluded in the writte
n policy.
They help to measu
re progress and reco
rd performance indi
cators in a wide ran
ge of areas:
• participation r
ates for people from
 targeted/under-rep
resented groups in s
elected
programme areas
• drop-out rates
 for all targeted/und
er-represented grou
ps
• the range and
 diversity of EO em
ployers providing w
ork experience plac
ements to
students from all ta
rgeted/under-repres
ented groups over a
 defined period
• levels of absen
teeism, including ab
senteeism among w
omen, ethnic minor
ities and
other targeted/unde
r-represented group
s
• the number of
 grievances and com
plaints by people fr
om targets/under-re
presented
groups
• The proportio
n of male, female, e
thnic minority and 
disabled staff at eac
h level of the
College.
(The Review Group 
may wish to add ot
her indicators).
The College EO poli
cy should demonstr
ate that it is ‘owned
’ by staff and stude
nts and given a
high profile by regu
lar communication 
and publicity to ens
ure awareness of th
e policy and
action plan among 
students, staff, peop
le applying to be st
udents or staff, supp
liers of goods
and services, recogn
ised consultative fo
rums and the public
.
Bournemouth and P
oole College
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Case study 2: Inclusive learning as equal
opportunity
Carmarthen College of Further Education has
just become a Beacon College for its inclusive
approach to training. Its vocational access
programmes at entry levels are all delivered
through a prestigious employer, the National
Botanical Gardens for Wales. This addresses
the issue of providing quality programmes
for learners with learning difficulties and
disabilities. Too often access to realistic work
environments is seen as adequate for such
learners when access to real work is what
people want and need. By making sure that
the provision could be tailored to the needs of
the learner, people with learning difficulties
and disabilities were given equal opportunities
to other learners.
Carmarthen College of Further Education
Tackling social exclusion
14 The initiatives outlined in this section contribute
to a broad national agenda that aims to tackle social
exclusion in all its forms, whether in small rural
communities or large inner-cities. Local LSCs are
ideally placed to harmonise and build on the good
practices developed by the FEFC,TECs,ACL and FE
providers in this area.The most successful of these
have often involved radically new approaches or
delivery, different ways of thinking about learners
and flexible funding methods.
Case study 3: Tackling social exclusion and
meeting learners’ needs
The Zion Centre, in Moss Side, is part of
Community Health and Resource Centres Ltd.
It provides much needed premises and support
to many small local voluntary groups (one of
these – a mental health support group –
involves its clients in running the café at the
centre). A familiar and accessible presence in
the area, the Centre provides the sort of non-
threatening, informal opportunities that seem
to be effective in drawing marginalized people
into engagement and activity at a pace that
suits them. Lots of ‘volunteers’ start by just
hanging around the Centre or using services
before gradually starting to help out as they
begin to feel comfortable and develop a sense
of ownership and belonging. Their dedication is
with the place and people and joining in with
what goes on, rather than deliberately
choosing a particular activity.
The Zion Centre
Case study 4: Sharing expertise to widen
opportunities
An IT organisation based in South Hackney
took over a vacant flat on the ground floor
of a housing estate and filled one of two small
rooms with laptops and Internet access, then
advertised drop-in, cyber café-style provision
by leafleting all estate households. Further
recruitment by word of mouth followed.
A good response led to a request for more
organised courses at introductory level.
The premises were very cramped so the
project asked for temporary use of the
over-60s club in the flat next door. In return,
the project agreed to provide an Introduction
to IT course for people over 60. Despite all
the stereotypes about IT being a young
person’s thing, these classes have been
extremely popular with biand and excellent
retention.
Provider Name
Case study 5: Bridging the gap
A community-based video and drama
project run from Hulme Adult Education
Centre has been very successful in bridging
the gap between the local community and
progression to employment and higher
education. The project makes productions in
and about the local scene, dealing with issues
of interest to people like drugs, violence etc.
‘Recruitment’ is largely by word of mouth
by the tutor (who is local) and his students
or local showings which attract a big audience
because people know people who have
worked on the production or have seen filming
going on. Potential participants are allowed up
to three months’ ‘visiting time’ to dip in and
out before committing themselves formally
to a course. Pass rates are good and local
people have gone on to universities
(mainly around Manchester) to pursue the
subject – not people who previously thought
of themselves as destined for HE. Job placing
rates are also good. The project has built
good relations with, and made programmes
for, Granada TV (geographically close) and
BBC (it contributed to the Windrush series
last year).
Skills for Neighbourhood Renewal, DfEE 1999
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Case study 3: Tackli
ng social exclusion 
a d 
meeting learners’ n
eeds
The Zion Centre, in M
oss Side, is part of
Community Health a
nd Resource Centres 
Ltd. It
provides much neede
d premises and suppo
rt to
many small local volu
ntary groups (one of 
these
— a mental health su
pport group — involv
es its
cli nts in running the
 café at the centre).
A familiar and access
ible presence in the a
rea, the
Centre provides the s
ort of non-threatenin
g,
informal opportunitie
s that seem to be eff
ectiv
i  drawing marginalis
ed people into engag
ement
and activity at a pace
 that suits them. Lots
 of
‘volunteers’ start by j
ust hanging around t
he
Centre or using servic
es before gradually st
arting
to help out as they b
egin to feel comforta
ble and
develop a sense of ow
nership and belongin
g.
Their dedication is wi
th the place and peop
le 
and joining in with w
hat goes on, rather th
an
deliberately choosing
 a particular activity.
The Zion Centre
Case study 4: Sharin
g expertise to widen
 
opportunities
An IT organisation b
as d in South Hack
ney
took over a vacant 
flat on the ground f
loor
of a housing estate 
nd filled one of two
 small
rooms with laptops
 nd in ernet access
, then
advertised drop-in,
cyber café-style pro
vision
by leafleting all est
te households. Furth
er
recruitment by wor
d of mouth followe
d.
A good response led
 to a r quest for mo
re
organised courses a
t intr ductory level
.
The premises were 
very cramped so th
e
project asked for te
mp rary use of the
over-60s club in the
 flat next door. In re
turn,
the project agreed t
 provid  an Introduc
tion
to IT course for peo
ple over 60. Despite
 all
the stereotypes abo
ut IT bei g a young
person’s thing, thes
e classes have been
extremely popular w
ith bi  demand and
excellent retention.
Case study 2:Inclusive
 learning as equal opp
ortunity
Coleg Sir Gar, Carma
rthernshire College h
as just
won the Professor Jo
hn Tomlinson Award 
for
students with learnin
g difficulties and disa
blities.
The vocational cces
s department offers
progr  t entry
 level which offer lea
rners
the opportunity to d
evelop work-related 
skills in
a real work setti g.Th
e programmes are de
livered
in patn rship with a p
restigious employer, t
he
National Botanical G
ardens for Wales.This
addresses the issue of 
providing quality prog
rammes
for learners with learn
ing difficulties and dis
abilities.
Too often, access to r
ealistic work environm
ents
is seen s adequate f
or such learners whe
n
access to real work i
s what people want 
and
need. By making sure
 that the provision co
uld be
tailored to the needs
 of the learner, peopl
e with
learning difficulties a
nd disabilities were g
iven
equal opportunities t
o other learners.
Carmarthen College 
of Further Education
Case study 5: Bridgi
ng the gap
A community-based
 video and drama
project run from Hu
lme Adult Education
Centre has been ver
y successful in bridg
ing
the gap between th
e local community 
and
progression to emp
loyment and higher
education. The proje
ct m kes production
s in
and about the local
 scen , de ling with
 issues
of interest to peopl
e like drugs, violenc
e, etc.
‘Recruitment’ is larg
ely by word of mou
th
by the tutor (who is
 local) and his stude
nts,
or local showings w
hich attract a big au
dience
because people kno
w people who have
worked on the prod
uction or have seen
filming going on. Po
tential participants 
are
allowed up to three
 mo ths ‘visiting tim
e’ to
dip in and out befor
e committing them
selves
formally to a course.
Pass rat s are good a
nd
local people have tak
en up places at unive
rsities
(mainly around Man
chester) to pursue t
he
subject. In general, t
hese are not people
 who
previously thought 
of themselve  as de
stined
for HE. Job placing r
ates are also good. T
he
project has built go
od relations with, a
nd
made programmes 
for, Granada TV
(geographically clos
e) an  the BBC
(it contributed to th
e Windrush series las
t year).
Skills for Neighbour
hood Renewal, DfEE
,1999
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Case study 6: Widen
ing participation by
working together
Walsall Training and
 Enterprise Council
launched an innova
tive funding suppor
t
mechanism for loca
l people in Septemb
er
1994. Branded ‘SKIL
LPLUS’, it offered vo
uchers
for 50% of the cost
 of training up to £1
00 per
person. But between
 September 1994 an
d
March 1997, out of
 1,506 vouchers use
d,
only 3 were used by
 people who had an
y type
of disability. When t
he Walsall Deaf Peo
ple’s
Project Manager ap
proached them to
participate in the SK
ILLPLUS project,
they saw it is an op
portunity to work w
ith
a section of their co
mmunity who were
under-represented,
to encourage a sma
ll
and specialised train
ing provider to offe
r
NVQs as they were
 developed, and to m
eet
Walsall TEC’s qualit
y standards. Betwee
n April
1997 and August 19
98, a further 839 tr
aining
vouchers have been
 used, 35 of them b
y
people with a disab
ility.
Social Inclusion: TEC
s and CCTEs
working towards ac
hieving social and
economic inclusion
, DfEE, 1999
Case study 7: Raisin
g awareness
In term two, we tea
ch a transcultural m
odule
emphasising workin
g with difference w
ithin
the person-centred 
approach. We think
awareness of the st
udents’ own cultura
l,
sexual, class and rac
e identities is an
important starting p
oint. We also stress 
that
training should ackn
owledge and work w
ith
the differences rath
er than ignore or av
oid
them. There is outsi
de input by speciali
st
speakers on race an
d sexual orientation
 and
sessions on gender 
and disability. We w
ish
trainees to be awar
e of oppressive prac
tices
and the effect they 
have on early
conditioning, percep
tions of worth and 
the
self-concept.
Equality Assurance:
Self-assessment for
 equal
opportunities in fur
ther education,
FEDA, 1998
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Actions to be taken by the local LSC as employer:
• identifies a senior team member who will
be responsible for embedding equal
opportunities in the organisation and
structures 
• ensures that all staff have appropriate
references to equality in their job
descriptions and objectives in their
work plans
• ensures that induction programmes and the
staff development strategy have a central
focus on promoting equal opportunities 
• ensures that induction and training equips
staff with the skills and confidence to
recognise and deal with equality issues
such as institutional discrimination and
stereotyping 
• ‘equality-proofs’ arrangements for making
staff appointments at all levels to ensure
that staffing profiles reflect the diversity
of both national and local populations.
Actions towards mainstreaming through
policies, programmes and actions:
• target support to excluded communities
in order to shape the focus of local
regeneration programmes
• consult widely on the local LSC’s EO
Strategy, drawing on existing good practice
such as the former TEC’s EO strategy
• support funding arrangements that
promote equality of opportunity and do
not disadvantage any group
• ensure that funding arrangements are based
on meeting learner needs and take account
of the additional costs involved in reaching,
engaging, retaining and enabling achievement
by learners from disadvantaged groups.
Actions to be taken by the local LSC as
equality champion:
• works with key equality organisations to
build equality of opportunity into all
policies, programmes and actions
• draws up a local equal opportunities strategy
and action plan that includes targets and
performance indicators to tackle
under-representation, under-achievement
and stereotyping in terms of gender,
ethnicity, age, disability and other
disadvantaged groups in particular
occupational and learning sectors
• establish a local equal opportunities advisory
group to advise on the development of the
local EO strategy and action plan, review the
impact of the local LSC’s activities on
provision and learners and disseminate
good practice
• establishes strategic partnerships with other
key agencies, such as local authorities,
ConneXions, careers services, employment
services and RDAs) in order to address
cross-agency equality issues of
common concern
• identify ways of challenging discrimination
and stereotyping among employers.
Action towards monitoring and evaluation:
• monitor and evaluate local providers’ equal
opportunities performance, including
progress against EO action plans to close
equality gaps and widen participation
• require local providers to establish
management information and business
systems that gather all appropriate data on
starts, outcomes and destinations, to support
their self-assessments, and inform external
inspections and quality monitoring.
3. Key Areas for Action
This chapter focuses on how to set out and implement strategies for
improving equal opportunities.
Figure 3. Key actions overview
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• develop learning programmes, resources and
materials which take into account the
different characteristics and needs of
learners from different ethnic and social
backgrounds
• encourage greater diversity within the local
provider network, particularly from the black
and minority ethnic communities, by offering
help with core costs and helping to build
the capacity of local voluntary and
community groups
• promote equality of opportunity, challenging
discrimination and stereotyping among
providers and employers and encouraging
them to take positive action to widen
participation among under-represented
groups.
• benchmark the equal opportunities
performance of local LSCs and providers
and publish comparative data disaggregated
by gender, ethnic group, age and disability
• set up provider EO groups, where needed to
work collectively on closing equality gaps
and widening participation
• support the exchange of practical advice and
the good practice identified in provider self-
assessments and records of delivery against
agreed EO targets when reviewing
performance and assessing future potential 
• ensure that clear and robust arrangements
are in place for working with ConneXions to
give people with learning difficulties and/or
disabilities access to suitable provision which
meets their needs and to any additional
support they require.
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The Local LSC as Employer
Organisational culture
2 The local LSC’s values, mission and strategic
plan will establish its culture and ethos. They will
also help determine its immediate and long-term
priorities and the nature and pace of change.
3 There is no blueprint for creating an
organisational culture of equality. Local LSCs
will need to identify the most appropriate ways
of pursuing this aim, so that their credibility as
an EO employer can be quickly and firmly
established. Appointing and developing staff
who are up to the task and have the skills and
vision to realise it will be the first major
challenge. Other initial priorities will include:
• building equality objectives into the job
descriptions and performance indicators
of senior managers
• establishing and publicising procedures for
dealing with complaints of racial and all
other forms of harassment and
discrimination
• promoting and publicising the local LSC’s
EO commitment through the staff handbook,
recruitment literature, job advertisements,
induction training and features in the local
press and other media
• ensuring that there is named responsibility
for EO at board level.
Staffing and staff development 
4 As well as highlighting commitment to
working with providers to realise its strategic
vision, the local LSC needs to have an equally
prominent commitment to good employment
practices. Promoting EO through personnel
policies and procedures will not in itself result
in a diverse or fully representative staff profile,
particularly in areas where the local population
is predominantly white. However, a range of
measures can encourage a positive and proactive
response by staff to EO issues.6 They include:
• adopting CRE, EOC and DRC best practice
guidelines for employers to demonstrate
and promote good practice
• making reference to equality in all staff job
descriptions and work plans
• ensuring that appointments at all levels
within the LLSC are ‘equality-proofed’
to reflect the diversity of national and
local populations
• developing targets towards achieving a more
representative staff profile
• recognising and encouraging EO-related
achievements
• linking equality training to staff appraisal
and performance measurement
• providing induction and training on identified
EO-related issues and priorities
• including equalities issues in all management
and staff training programmes
• ensuring that all staff are equipped to
recognise equality issues, such as
institutional discrimination and stereotyping,
and have the skills and confidence to deal
with them
• using continuous professional development
to help staff and boards understand what
a commitment to EO involves and to
change priorities.
The Local LSC as Equality Champion
Promoting equality 
5 Local LSCs must be seen as champions
of equal opportunities if they are to play an
effective leadership role locally. This will have most
impact if good EO practice stems from
the top. Senior managers will need to be
proactive in developing and following
EO policies and practices. They should also
strive to develop a workforce that is representative
of the groups and communities served. It is their
role to ensure that EO principles are embedded in
the organisation’s policies and development plans
and communicated to all staff. Managers are also
key players in the delivery of EO policies for the
recruitment, development and promotion of staff,
and the deployment of resources to support EO
policies and action plans.
6 There is considerable legal scope for local
LSCs to take or encourage positive action to
redress local barriers and equality gaps, such as:
• providing training and special encouragement
for ethnic minority staff and men or women
who have been under-represented in certain
occupations or grades during the previous
12 months
• using funding criteria and other ways to
encourage providers to address any special
educational, training or welfare needs
identified for targeted ethnic minority groups
6 LSC guidance on human resouces will be available shortly
Equality in Practice: A guide to mainstreaming
18
• providing training and special encouragement
for those returning to the labour market
after a period of time discharging domestic
or family responsibilities
• targeted advertising and recruitment
literature
• reserving places for one or other gender on
training courses 
• fast-track training for women and minority
ethnic employees wishing to gain access to
managerial posts
• ensuring staff are offered opportunities to
‘act up’ to higher level posts as a strategy for
providing the management experience
needed to achieve promotion.
7 Mainstreaming will help to embed EO within
the culture of the organisation, so that its values
and priorities, its management and leadership
styles, its monitoring criteria, its partnerships
with providers and its relations with local
communities are all informed by good EO
practice. As such, it refers to a process of
organisational change that cannot be reduced to
a simple checklist. However, if the local LSC is
to serve as a model of good practice in this
respect, it will need to satisfy a number of
criteria. The nature and pace of any desired
change will depend as much on the local context
as on the EO awareness of staff, managers and
key stakeholders.
8 Promoting equality means consistent
messages from the top, including a high-level
commitment to:
• nominate an EO champion at board or
senior management level
• ensure that all staff and managers have
responsibility for implementing EO targets
• ensure that the planning, implementation
and review of EO is integral to the local
LSC’s strategic planning process
• publish disaggregated data that makes
sense to providers as well as planners
• headline progress towards the achievement
of targets and performance indicators
• conduct impact assessment to identify
barriers and equality gaps 
• promote positive action initiatives
• allocate time and resources to support
monitoring and evaluation of the EO
action plan
• develop robust consultation methods and
procedures that are based on democratic,
co-operative structures and that are fully
representative of the communities served
• publicise success stories to encourage a
culture where learning is for everyone
• identify, celebrate and promote good practice
through newsletters, networks, staff
development and partnership activities.
Strategic planning 
9 Local LSCs are expected to work through
local providers to identify and achieve their
strategic goals. Their remit is much broader than
that of the TECs or the FEFC, encompassing as it
does adult, community and voluntary sector
provision. There is an explicit brief to deploy
funds in a way that facilitates continuous
improvement and access to a wider range of
learning opportunities to attract those who have
not engaged in post-16 learning or who have not
achieved their potential.
10 Developing a broad EO strategy and clear
action plan that is owned and endorsed by local
stakeholders and includes meaningful targets will
empower local LSC staff to plot and measure
progress in a systematic and coherent way.
11 EO advisory committees or joint working
groups will play a key role in this process by:
• overseeing the development and progress
of the local EO strategy
• advising on local equality targets and
monitoring performance against them
• presenting an overview of how the local
LSC’s EO strategy contributes towards
achieving its EO performance targets  
• evaluating progress against identified
national and local benchmarks.
12 By working through local networks,
RDAs and learning partnerships to develop a
strategic overview, local LSCs are well placed to
recognise the strengths of different providers
and build on established good practice. They will
be able to plan for the contribution of different
providers to the local strategy and require them
to address EO when planning, delivering and
evaluating provision. The strategy and action plan
will need to include targets and performance
indicators to tackle learner under-representation,
under-achievement or stereotyping based on
gender, ethnicity, age or disability. It should also
Equality in Practice: A guide to mainstreaming
19
address the needs of other identified groups who
experience disadvantage – for example,
asylum-seekers, or people living in isolated
rural areas.
Figure 4. Sample of baseline data overview
13 The overview (Figure 4) will be informed
by national, regional and local benchmarks.
This will involve gathering and analysing local
data and using it to highlight trends, shifts,
equality gaps and desired improvements.
It may be necessary to initiate research as
well as capturing existing data. Baseline data
can be used both to monitor and review progress
and to make the case for change.
14 Combining the analysis of local population,
skill needs and provider programme data with
feedback from local consultations will enable
the identification of gaps and priorities and the
creation of likely timescales for closing particular
equality gaps.
15 The strategic planning process will be most
effective where priority is given to:
• auditing where you are now and where you
want to be
• consulting widely and drawing on existing
good practice
• developing a draft EO strategy that will
guide medium- and long-term plans 
• engaging contract managers and staff in
developing the EO strategy and action plan
• consulting with providers, employers and
local partners about their contributions
• drawing up an annual action plan that
shows in detail how the strategy will be
implemented 
• ensuring that the EO action plan is steered
by a senior manager and includes staff
responsibilities
• establishing appropriate procedures, staff
development and the resources to facilitate
its implementation
• benchmarking EO performance against
comparative national and local data 
• making sure that the EO strategy is rolled
forward each year and revised to take
account of any new information on target
groups in the local population
• arranging regular consultations to ensure
that the EO strategy is relevant to local
communities, informs marketing and
promotion to target groups and provides
relevant feedback that influences the
review process
• ensuring that resources are identified
to sustain regular consultation and
related activities.
Action planning
16 Figure 5 illustrates how regular action
planning can help identify, implement,
monitor, review and evaluate equality targets
and strategic objectives.
By Gender Age Disability Ethnicity
Participation in
post-16
learning
Learning and job
outcomes
Work and
unemployment
Occupational sectors
➦➦ ➦➦
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Figure 5. The cycle of improvement
Action planning informed by
• national objectives
• the local strategy
• providers plans
PLAN & PRIORITISE
• What are the
immediate
priorities?
• What steps will
need to be taken to
achieve identified
LLSC targets?
• What resources
are needed?
➦ ➦➦ ➦➦
➦➦➦➦EVALUATION
• Which strategies have proved
most successful?
• Which targets have/have not
been achieved?
• What helped or hindered their
implementation?
➦➦➦➦REVIEW
• Which aspects of the
action plans needs
revision?
• Which targets or timescales
should be reviewed?
➦
➦➦ ➦➦
AGREE EQUALITY
TARGETS AND/OR
OBJECTIVES
• Agree what post-16
provision should look
like next year/3 years
from now
• Identify the groups
and areas of
provision to be
targeted
• Consult and agree
with providers
IMPLEMENTATION
• Consider how the action plan is
being implemented
• Establish quality procedures to
assure learner satisfaction and
organisational accountability
ACTION PLANNING
• Develop LLSC action plan
• Specify timescales
• Identify individuals responsible
• Agree performance indicators
• Ensure action plan fits in with strategic plan
ASSESS LOCAL
STRENGTHS &
WEAKNESSES
• Assess the
strengths and
weaknesses of
the current
situation
• Identify the
barriers and
equality gaps
• Agree any
remedial
action
needed
➦➦➦➦ MONITORING• Monitor how the plan is beingimplemented
• Highlight any changes
• Identify any difficulties in
achieving targets
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Case study 8: Extrac
t from local LSC incl
usion
and EO strategy
Berkshire LSC’s ratio
nale for their strate
gy is
that ‘education and
 training underpins 
the
development of the
 community’s prosp
erity
and social well-bein
g’. The strategy will
:
a. focus on the ‘pot
ential workforce’
(i.e. including peopl
e out of work, schoo
l-
leavers, the early re
tired and those on p
assive
welfare benefits);
b. give support to p
eople who would lik
e to
become involved in
 learning but face b
arriers
to active learning;
c. persuade inactive
 learners who are in
employment that th
ey need to update
their skills;
d. do more to preve
nt rather than respo
nd
to the needs of peo
ple who drop out of
learning;
e. do more to tailor
 initiatives to indivi
dual
needs;
f. do more to raise
 basic literacy and
numeracy skills;
g. encourage emplo
yers to ensure that 
all of
their workforce bec
omes engaged in le
arning;
h. tackle and remed
y all forms of
discrimination or in
equality in the activ
ity of
the Council, the pro
viders or partnershi
ps in
which it is engaged
.
The LSC has identif
ied market and soci
al
factors including red
ucing levels of unde
r-
employment, count
ering the developm
ent of
a learning underclas
s, addressing basic l
iteracy
and numeracy and E
SOL needs and the 
needs
of ex-offenders, hom
eless people, lone
parents, drug users,
women returners, e
tc. The
strategy is informed
 by research into th
e job
market, industry sec
tors, areas of depriv
ation,
employer demand a
nd recruitment and
training practice, as
 well as an analysis 
of local
facts about disabilit
y and long-term illn
ess,
ethnicity, working a
ge and gender,
engagement in and 
barriers to types of 
post-
16 education and tr
aining. A stocktake 
of the
current position and
 future position pro
vides a
focus for action (se
e figure 6).
Berkshire LSC
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Current state
Participation rates of 16–18 year-old
disadvantaged young people are below
the required level:
• quality of provision for the group varies
and drop-out is high/feed through to
mainstream is poor
• poor progression to vocational qualification
attainment
• mostly non-employed and little show of
engagement with employers
Entrants access provision but drop out because
of the confusion of support and routes
available:
• A ‘crazy-paving’ of routes which are
time-bound by the programme role and
funding limits and discourage continued
support and progression
• lack of links across programmes and funding
resources which reward a continuous
approach to helping the individual
• no incentive to ‘stick with it’ through
to employment and beyond
Programmes appear to lack the diagnostics and
follow through to produce sustainable action
plans:
• initial assessment is of a variable quality
and may not effectively direct the individual
• availability of guidance and advice is
haphazard and each agency is encouraged
to operate in own programme ‘box’ rather
than collectively
The structures underpinning agencies working
with the client group don’t appear to work
together to sustain the action plan:
• the programme funding rules appear to
work in the interest of the agency rather than
client needs
• there is a need to achieve more co-ordinated
outreach to communities and the
partnerships representing them
Future position
Increase participation through high-quality and
responsive provision:
• introduce ConneXions
• draw in new community-based provision
for the disaffected
• higher vocational programme achievement
relevant to the individual’s potential –
particularly in occupations not traditional
to the sex
• greater involvement of employers including
increased employed status
Co-ordinate the involvement of key agencies to
provide the specialist services available throughout
the lifetime of the individual’s engagement:
• manage with partners all funds as a seamless
and flexible support of the participants’ needs
• provide for participants a long-term funding route
not governed by the type or source of funds
• phase the support to continue with the
employer, where needed
• introduce intermediary employment
measures, including employer ‘Compact’
arrangements to increase the employment
of the disadvantaged
Develop and implement with our partners better
diagnostic approaches and initial assessment
methods:
• implement an approach to initial
assessment, reviewed to ensure consistency
and a common standard of quality
• work with our partners and providers to
identify good practice and disseminate
this across the network
• encourage our partners to make use of
European and other discretionary funds
to help resource additional and innovative
support requirements.
Strengthen links and marketing plans by
engaging partners in mainstream programme:
• co-host with marketing, events for client
groups and employers and where appropriate
produce joint materials
• link programme funds to the individual
irrespective of the agency
• improve and increase outreach activities in
particular through initiatives such as SRB,
Probation, New Deal, New Starts and ESF
Figure 6. Berkshire LSC inclusion and EO strategy: a focus for action
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Case study 9: Resea
rching local needs
London East LSC is 
currently working w
ith the
Corporation of Lond
on, Cityside Regene
ration
and Tower Hamlets
 Graduate Forum on
 a
project looking at th
e particular problem
s
faced by graduates 
from an ethnic min
ority
background in acce
ssing suitable emplo
yment,
particularly in the C
ity. We intend to ru
n some
interviews with grad
uates in the area, us
ing
the Forum to recrui
t some local gradua
tes to
do the interviewing
 and to run the ana
lysis.
This will have the d
ual benefits of prov
iding
the LSC with vital in
formation about th
e
problems faced by e
thnic minority grad
uates
in an area of expand
ing employment
opportunities, and,
perhaps most impo
rtantly,
providing the gradu
ates themselves wit
h
additional skills and
 experience that ma
y
enhance their job p
rospects.
London East LSC
Case study 10: Loca
l LSCs as strategic p
artners
The canvas is much
 broader than it wa
s for
TECs. The Health Fo
rum for North and 
East
Devon has looked a
t health inequalities
 from
a social exclusion p
erspective and has e
ngaged
all the main players l
ocally.The chair of th
e group
was from the volunta
ry and community se
ctor.
Case study 11: Mon
itoring participation
Northamptonshire h
as the lowest level o
f
achievement among
 its peers at foundati
on
levels 1 and 3.The pr
oportion of the popu
lation
from minority ethnic
 groups is 5.75%.All
trainees have signific
ant barriers to findin
g
employment, which 
arise from several ca
uses,
including low self-es
teem, poor basic skil
ls,
learning disabilities, a
 history of offending
 or
substance abuse and
 health problems.Tra
inees
are all working towa
rds milestones which
 are
agreed on with the C
FTE, and these usual
ly
include basic qualific
ations in literacy and
numeracy.The comp
any monitors trainee
s’
gender, ethnicity and
 disability.A total of 
40% of
trainees who started
 on the programme d
uring
this contract year are
 women, 38% are fro
m
minority ethnic grou
ps and 9% have disa
bilities.
Work placement arra
ngements are schedu
led to
cater for trainees’ ne
eds. One Muslim trai
nee
had special arrangem
ents made to allow h
im to
attend prayers on Fri
day afternoons.
Progressive People L
td
Case studies 8–11 E
quality Assurance:
self-assessment for e
qual opportunities in
 training
DfEE, 1999
Case study 12: EO in
 recruitment policie
s
The company is rigo
rous in its applicatio
n of
equal opportunities
 policy at recruitme
nt
stage. Serious comm
itment to the policy
 at all
levels within the co
mpany results in a h
igh
percentage of wom
en in traditionally m
ale-
dominated enginee
ring occupations.
Employees with dis
abilities are support
ed and
gainfully employed 
within the mainstre
am
activities of the com
pany. There are also
employees from mi
nority ethnic backg
rounds
at many levels in al
l departments of th
e
company. The comp
any actively seeks t
o
recruit from under-
represented groups.
Its
promotional literatu
re positively promo
tes
equality of opportu
nity by using image
s of
both women and m
inority ethnic group
s.
Advertisements for 
vacancies carry a po
sitive
invitation to those 
from traditionally u
nder-
represented groups 
to apply. There is a
genuine commitme
nt from the top, and
 all
senior staff undergo
 training in equality
 of
opportunity and ass
ociated issues, as pa
rt of
management trainin
g.
Hotpoint Ltd (Extra
ct from inspection r
eport)
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Target-setting
17 Setting equality targets is a key function
of local LSCs and will arise naturally from a
self-assessment of the current position.
Quality managers are expected to play a
prominent role in negotiating targets with
learning providers since it is they who will
monitor provider progress and review
performance. Their task is to ensure that local
partners are set challenging, realistic targets
either as annual milestones or three-year strategic
goals. These targets should be included in all
contracts with education and training providers
along with any other specified EO requirements.
18 Equality targets will encourage effective
monitoring of progress towards parity of
outcome and participation for particular groups
and can relate to post-16 provision generally
or to specific programmes. They should be
articulated as percentage increases in learner
participation and outcomes. Targets should
reflect local priorities. For example, in areas
where ethnic minorities have a presence, there
should be targets in place that will raise
attainment among under-performing minority
ethnic groups and help close equality gaps,
particularly at NVQ level 3. In other areas,
targets might focus on raising the participation
rates of women in traditionally male-dominated
vocational areas, improving the retention of
young people with behavioural difficulties,
the achievement of basic skills or IT skills in
deprived neighbourhoods or the progression to
employment for trainees from a particular group.
19 The purpose of setting equality targets is
to bring about real and lasting change.
Some providers will already have made
significant headway in this direction; others
will be embarking on the process and may need
help and support. Where targets have already
been achieved, the situation should be sustained
using funding and other appropriate measures.
20 The strategic role of local LSCs should lead
to a better overview of progress, so that different
providers can contribute to overall targets.
A sixth form college and a provider of specialist
training will make different contributions.
Providers should be encouraged to be more
self-critical and not see their targets in isolation.
It is not enough to achieve targets in learning
outcomes and qualifications, if a particular group
cannot progress to further qualifications, higher
education or appropriate jobs. For example, some
ethnic minorities have higher participation in
further education yet double the unemployment
rates of white people.
Case study 13: Mon
itoring EO in recruit
ment
EMTEC recently rev
iewed equal opport
unities
monitoring of appli
cations to the progr
amme,
in consultation with
 their local TEC and
 the
EOE at GNTEC. The
y already have a go
od
monitoring system 
which is region-wid
e, and
which ensures that 
the equal opportun
ities
information collecte
d is not linked in an
y way
to the application it
self. The form is we
ll-
phrased and concise
, explaining clearly w
hy
the information is c
ollected, and for wh
at
purpose it will be us
ed. A new system is 
now
being used that will
 extend the monitor
ing to
cover the applicatio
n/testing/entry/exit
 stages.
In addition to norma
l baseline data, this 
will
identify ethnicity, ge
nder, age, and wheth
er
someone has a disab
ility, as well as peop
le who
drop out at each sta
ge. This data can the
refore
be analysed for tren
ds that need addres
sing, for
example, if dispropo
rtionate numbers of
 a
particular gender dr
op out after testing.
EMTEC (Extract from
 inspection report)
Case study 14: Audi
ting the EO strategy
Positive Action Train
ing is a scheme des
igned
to help people of al
l ages from minorit
y
ethnic groups living
 in Kirklees to gain w
ork
experience and skill
s, so that they can
compete for jobs w
ithin Kirklees Metro
politan
Council, particularly
 in areas of work wh
ere
these groups are un
der-represented. Kir
klees
Metropolitan Counc
il has used the Char
ter
Standards 1995 crit
eria published by th
e
Commission for Rac
ial Equality as the b
asis
for its Equalities 20
00 strategy.
All service departm
ents complete, on a
 regular
basis, an audit again
st their progress on
 a
quarterly basis to th
eir service committ
ee
and the relevant eq
ualities committees
.
Kirklees Metropolita
n Council
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21 The national LSC will be developing
provider performance indicators in 2001/02.
Key indicators on retention, achievement and
learner satisfaction are likely to be broken
down by ethnicity, disability and gender.
Providers should be encouraged to start
collecting data to help them self-assess how
successfully they are helping the achievement
of particular groups of learners.
22 The LSC should provide a role model for
both providers and employers by setting its own
targets as an employer and monitoring the
proportion of under-represented groups and the
progress of under-achieving groups of staff.
Mainstreaming through Policy
Programmes and Actions 
Addressing learner needs
23 Meeting learners’ needs will be achieved
by providers:
• assessing local learning, training and
employment needs
• integrating widening participation,
neighbourhood renewal and social inclusion
agendas
• providing funding and resources that support
neighbourhood renewal and community
capacity-building
• targeting provision to meet the learning
needs of under-represented groups
• providing appropriate guidance and initial
assessment for both young people and adults  
• making learning materials accessible and
available in a range of formats
• producing information for learners including
disability statements, complaints procedures
and EO commitments, in appropriate formats
• analysing and responding promptly to
feedback, whether gained through
complaints or learner surveys
• marketing learning opportunities widely and
reviewing how effective it has been
• adopting special measures to reach and
encourage under-represented or socially-
excluded groups.
24 Local LSCs can help by sharing the information
they have collected to avoid duplication. This is
likely to involve a range of responses—for example,
targeting particular groups or neighbourhoods,
focusing on support services to young people or
developing an outreach strategy to attract
identified groups of adults.
25 The local LSC has a particular duty to meet
the needs of people with learning difficulties
and disabilities, paying particular regard to how
their individual needs are assessed and
supported. For these learners a number of
agencies and professionals may be involved in
transition planning. Local LSCs can help by
sharing information they have collected.
26 Meeting the needs of learners with learning
difficulties and disabilities is likely to involve a
number of specific measures including:
• identifying learners’ specific or additional
needs
• case work with ConneXions personal
advisors, care workers, specialists
• ensuring the best possible fit between the
needs of the learner and available provision
• providing resources and appropriate support
to help providers cater for their preferred
learning styles
• ensuring that learners with learning
difficulties and disabilities are given fair
access to appropriate assessment
• ensuring that all learners, whatever their
individual needs, are encouraged and enabled
to achieve their learning goals by the
provision of additional personal support and
resources
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Barriers to learning 
27 Programme audits can be used to develop an
overview of the different barriers encountered by
local learners. Whatever the barriers encountered,
there should be a recognition that relatively
small steps—for example, the appointment of
an outreach worker or the provision of a crèche
or transport facilities—can make as much
difference to individual learners as the large steps
that may be needed to address these barriers
long term. The local LSC will be most effective in
meeting this agenda if it actively encourages
diversity among its provider network, particularly
from the black and minority ethnic communities.
28 Access to training and learning opportunities
by some groups of learners is likely be hampered
by a number of socio-economic barriers.
The most common include:
• childcare costs
• lack of access to childcare
• financial hardship
• rural isolation
• responsibility for school-age children or
elderly relatives
• lack of confidence
• negative experiences of learning
• language barriers
• communication barriers
• location 
• public transport costs
• lack of transport or mobility.
Disability
Simon has multiple disabilities which led to the
early termination of a career in the armed forces.
His disabilities include a degenerative condition
of the spine and arthritis in both knees. He is
now employed as an information technology
tutor within a national training organisation.
Simon was very pessimistic when he joined the
Training for Work programme where he aimed
to achieve an NVQ levels 2 and 3 in Business
Administration. However, he soon regained a
positive outlook and found that his existing
computer skills could be used to support his
fellow trainees, an activity that he found very
enjoyable. He eventually gained employment as
a trainer as a direct result of the skills and
experience he gained on the Training for Work
programme. Simon was supported throughout
his programme by his local Training Office and
the provision of a special chair, footrest and
elevating writing table by the TEC.
Lincolnshire TEC
Case study 15: Prov
iders tackling barrie
rs
to learning
Location
The best practice w
as where providers 
had
sought systematica
lly to analyse and a
ddress
the obstacles that l
ocal people faced m
uch
the most important
 of these is location
.
Attending an institu
tion that is distant 
from
where they live can
 create problems fo
r
residents of socially
 disadvantaged area
s that
are simultaneously 
financial, cultural an
d
logistical. In Hackne
y, for example, the r
ecent
rationalisation of th
e college into a sma
ller
number of much m
ore modern building
s had
created access diffic
ulties for some resid
ents.
Even if there are pu
blic transport links,
people
may not be able to 
afford to use them,
while
travelling to the oth
er side of the city in
which they live may
 be asking too much
 of
people who lack sel
f-confidence.
Skills for Neighbour
hood Renewal (DfEE
,1999)
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Mental health
For the past three years, staff have been
supporting a 40-year-old adult with severe
learning difficulties and mental health problems
who has been institutionalised since the age of
five. Pre- and on-entry planning, diagnostic
testing and risk assessments were undertaken
by the multi-disciplinary team in conjunction
with his full-time attendant (required under the
Mental Health Act), and house team leader.
After three years on a combination of discrete
and mainstream provision, he is now progressing
onto a mainstream programme.
Visual impairment
John is visually impaired, and has achieved an
NVQ level 2 in retail. He is employed within
the DIY retail industry. He was nearly 21 when
he joined the Training for Work programme.
His ambition was to work in the retail industry
but his efforts to achieve this goal had previously
been unsuccessful. With support from his Training
Officer and the TEC, who provided him with a
range of specialist equipment including a CCTV
for reading product codes, he was able to gain a
Retail NVQ level 2 qualification. His work
placement was so pleased with his work that
they subsequently offered him employment,
which he was pleased to accept.
Lincolnshire TEC
Equality Assurance: Self-assessment for equal
opportunities in training DfEE,1999
Case study 16: Partnership approaches
Youth unemployment (New Deal)
The college is using the New Deal as a stimulus
for partnership activity and has recruited a Youth
Service project on music technology as a partner
provider in the delivery of training in a vocational
area that has proved very attractive to many
young unemployed people. The arrangement
has proved so successful that after only a few
months, the two organisations are looking to
duplicate and extend the programme in another
part of the city.
Improving access
The college has created a detailed profile of
the local community taking account of gender,
ethnicity, prior attainments and levels of
deprivation. Penetration levels have been mapped
and a strategy developed to improve access to
educational opportunities. This has involved
collaboration with the local authority to develop
two satellite learning centres in the areas of
greatest deprivation. The college has seen an
increase in the number of ethnic minority
students, and has contributed to the regeneration
of a large isolated council overspill estate.
For example, a targeted relevant curriculum for
the unemployed has been developed. Job
preparation courses are run in conjunction with
Employment Services and two local employers,
consisting of a one-week course to help the
long-term unemployed prepare for interview
and subsequent employment. The course includes
confidence-building, interview skills, help with
application forms, keeping a job once you get one
and in-work benefits. Everyone who successfully
completes the course is guaranteed an interview
for the job available.
Equality Assurance: Self-assessment for equal
0pportunities in FE FEDA, 1998 
Case study 16: Partn
ership approaches
Youth unemploym
ent (New Deal)
The college is using
 the New Deal as a
stimulus for partner
ship activity and ha
s
recruited a Youth Se
rvice project on mu
sic
technology as a par
tner provider in the
delivery of training 
in a vocational area
 that
has proved very att
ractive to many you
ng
unemployed people
. The arrangement
has proved so succe
ssful that after only
 a few
months, the two or
ganisations are look
ing to
duplicate and xten
d the programme in
another part of the
 city.
Improving access
The college has crea
ted a detailed profil
e of
the local communit
y taking account of
gender, ethnicity, pr
ior attainments and
 levels
of deprivation. Pene
tration levels have b
een
mapped and a strat
egy developed to im
prove
access t  education
al opportunities. Th
is has
involved collaborati
on with the local au
thority
to dev lop two sate
llite learning centre
s in
the areas of greates
t deprivation. The co
llege
has seen an increas
e in the number of 
ethnic
minority stude ts, a
nd has contributed 
to the
regener ion f a la
rge isolated council
overspill estate.
For example, a targe
ted relevant curricu
lum
for the nemployed
 has been developed
. Job
preparation courses
 are run in conjunct
ion
with Employm nt S
ervices and two loc
al
e ployers, consistin
g of a one-week cou
rse to
help the
long-term unemplo
yed prepare for inte
rview
and subsequ nt em
ployment. The cours
e
includes confidence
-building, interview
 skills,
help with applicatio
n forms, keeping a j
ob
once you get one an
d in-work benefits.
Everyone who succe
ssfully completes th
e
course is guarantee
d an interview for t
he job
available.
Equality Assurance:
Self-assessment for
 equal
opportunities in FE
FEDA, 1998 
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Working with employers
29 Local LSCs are expected to play a leading role
in developing strategic partnerships with other
key agencies, including local authorities,
ConneXions, employment services and RDAs to
address cross-agency equality issues, identify skill
needs and contribute to economic development.
Through their partnerships with local providers
and their funding role, local LSCs are ideally
placed to promote EO as an integral and
essential feature in training. Local LSCs will also
be major local employers in their own right.
Case study 18: Reso
urcing equal opport
unities
EQUAL is taking ove
r from ADAPT as a n
ew
EU programme in 2
001. EQUAL will ha
ve 50
partnerships in the 
UK and will have 4 
‘pillars’
including
• Employability: co
mbating discriminat
ion 
and supporting part
icular target groups
.
Piloting ways of pro
moting business
opportunities for et
hnic minorities
• Entrepreneurship
: business support t
o meet
the needs of exclud
ed groups
• Adaptability: test
ing innovative appro
aches
to improve basic sk
ills, in the workplac
e
and through comm
unity learning.
Promoting work–life
 balance, volunteeri
ng,
care of older people
• Equal Opportuni
ties: running across 
all
themes, reducing ge
nder gaps and
supporting job dese
gregation, breaking
down discrimination
.
EQUAL will also hel
p develop an emplo
yment
strategy for asylum
-seekers.
EQUAL needs to be
 based on an assess
ment
of area need which 
the LSC will have al
ready
started. For instance
 in the South West,
the
context is:
• a very low ethnic
 minority populatio
n,
twice as likely to be
 unemployed, as are
people with disabili
ties
• one-fifth of the p
opulation of Cornw
all has
difficulty counting c
hange
• the highest prop
ortion of part-time 
women
employees in the U
K
• 10 of the top 20
 locations for unpai
d work
are in the SW
• half of all employ
ers have recruitmen
t
difficulties.
Case study 17: Targ
eted outreach provi
sion
with clear achievem
ents
Community learnin
g
A pre-NVQ five-we
ek childcare course 
was
run
at a council estate c
ommunity centre. B
ecause
of literacy problems
 much was done vis
ually,
including a pictorial
 lip chart to record
discussions. Also, se
veral women have
successfully comple
ted an outreach NV
Q2
and gone on to coll
ege courses. A speci
al
award ceremony wa
s organised for them
.
Accelerated progra
mmes for skills up
dating
Unemployed male s
tudents who urgent
ly
needed computer sk
ills attended a ‘fast 
track’
course and gained e
mployment, then
continued with thei
r qualification in th
e
evenings.
Mentoring
Over 120 mentors,
drawn from a range
 of
professionals includ
ing business, law, pu
blic
service and the perf
orming arts, suppor
t about
170 black students,
meeting and visitin
g them
at work, at college a
nd on work placeme
nts.
Equality Assurance:
Self-assessment for
 equal
opportunities in FE
FEDA, 1998
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Employers will have a range of relationships with
their local LSC, ranging from being board
members to contracted training providers,
sources of work placements and trainers of their
workforces. There is considerable scope for local
LSCs to work with employers to promote work-
based learning, enhance good employment
practices and encourage an ethos of equality in
the workplace.
This might include:
• promoting the business case for equality and
the value of diversity in the workforce
• advising employers on their statutory duties
and latest legislative developments
• helping small businesses develop EO and
HR policies
• highlighting and addressing gender
stereotyping and imbalance in modern
apprenticeships
• working in partnership with employers to
encourage non-discriminatory practices in
work placements, recruitment and retention
• supporting education and business
partnerships, compacts and mentoring
schemes
• researching employers’ views of skills gaps
and training needs
• encouraging basic skills provision in the
workplace
• engaging small and micro-businesses in EO
training
• working with National Training Organisations
and industry groups to promote EO practice.
Resources
30 The local LSC’s funding arrangements must
be seen to promote equality of opportunity and
not to disadvantage any group. Core funding
should encompass EO and take full account of
the additional costs of reaching, engaging,
retaining and ensuring the achievement of
learners from disadvantaged groups. These should
be reinforced by means of discretionary funding
(local initiative fund) to support equality
initiatives. Colleges can also use the standards
fund to support staff development and
dissemination of good practice. External funding
such as EQUAL and SRB have equal opportunities
as priorities; local LSCs are in a key position to
lead initiatives and pull together partnerships
to access significant funding to support its
equality objectives.
31 The allocation of resources should be subject
to regular scrutiny to ensure that the use of
outcome-related funding does not work against
equality objectives. Local LSCs will need to be
particularly flexible and responsive when working
with voluntary organisations or community
groups that face genuine difficulties with
mainstream funding arrangements. They may,
for instance, work in innovative ways and
be successful with hard-to-reach groups,
where learning is not the primary motive for
re-engagement.
32 Providers should be allocating sufficient
resources internally to ensure that EO is a
priority, not an add-on. EO principles should
apply to all funding bids and be a key
consideration in decisions affecting the
allocation of resources. For example:
• financial help may need to be given to
voluntary and community groups to meet
core costs and encourage capacity building   
• project/local innovation funds may need to
be accessed to provide new ways to support
individuals and groups
• learning programmes and materials may
need funding which takes account of the
particular needs of learners from different
ethnic and social backgrounds
• greater flexibility may be required where
retrospective funding arrangements would
cause cash flow difficulties for new and small
learning providers.
Consultation
33 The overall effectiveness of the local LSC’s
EO strategy will be closely related to the
suitability of its consultation, review and
evaluation procedures. Establishing an EO
advisory group will encourage local people to
sign up to the EO action plan. Ways must be
found to get feedback from learners and
potential learners. Consultation activities can
include a range of approaches, including the use
of websites, surveys, focus groups and discussions
in meetings and training workshops. Some
organisations have an untapped capacity to give
information on non-participant groups, for
example advocacy groups, guidance services for
adults and young people, youth services, learning
partnerships. Consultation activities should be 
carefully monitored to provide details of any
feedback received, how priorities were negotiated
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and how different groups were involved in
reviews, evaluations or other feedback.
34 The most effective consultations:
• encourage and facilitate the involvement of
under-represented groups 
• draw on the expertise of equality and
community partners 
• include outreach activities
• reach out to people from a range of
backgrounds or professional roles who
represent different perspectives, abilities and
levels of expertise
• actively encourage feedback and constructive
criticism
• use consultation to inform programmes,
policies and actions including the allocation
of funds and resources
• can demonstrate to those involved how
they have influenced local LSC planning
and review.
Supporting providers and partnerships 
35 The local LSC must work closely with
providers to deliver the local EO strategy and
help embed good practice. Staff development
and training is likely to be a particular priority in
areas where EO awareness is low and can be used
to advise, support and empower providers in their
efforts to promote equality and access.
36 Providers may need particular guidance on
how to:
• develop policies and innovative approaches
which are more than a response to LSC
contract requirements
• translate EO strategies and codes of practice
into action, particularly in areas of high
employment and predominantly 
white communities
• manage equal opportunities within
workplaces and subcontracted provision
• assess the learning and support needs of new
learners and ensure that these can be met
• take effective action to eliminate oppressive
behaviour and harassment in work 
and training
• monitor progress towards achieving equality
of opportunities
• systematically review and update their EO
policies and procedures
• share and disseminate good practice
• network with practitioners with similar goals.
37 Developing innovative responses to
providers’ training and support needs will involve
key partners such as representatives of different
client groups. Learning partnerships (LPs) will
play an important role in the development and
implementation of the local EO strategy. As well
as promoting equality of opportunity in the
delivery of local services, LPs will provide a range
of views and genuine insights into local needs
and issues. Their views should be taken into
account from an early stage as well as during
subsequent implementation and review activities.
38 Partnerships thrive where there is
commitment to:
• facilitating partnerships and compacts that
emphasise the local LSC’s equality agenda
• promoting the exchange of practical advice
and good practice 
• challenging discrimination and stereotyping
among traditional partnerships and where
the LSC is not the leading member of
a partnership
• encouraging local providers to work together
to widen participation, for instance, through
the development of outreach and
progression pathways 
• targeted marketing, featuring different
provision and learners who have succeeded
• evaluating providers’ and partnerships’ equal
opportunities performance, including their
contribution towards closing equality gaps
and widening participation
• requiring providers to have systems in
place and assist those who do not to gather
all appropriate data on starts, outcomes
and destinations, to support their
self-assessments, and inform external
inspections and quality monitoring
• working through joint working groups to
target support at excluded communities and
shape the focus of local regeneration
programmes
• assisting and drawing on the in-depth
local knowledge of the LPs to improve the
co-ordination of learning provision and
learner demand
• informing and advising those who may be in
breach of statutory requirements
• providing guidance about equality issues to
providers, employers and community groups
• providing EO awareness training 
and networking.
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Monitoring and Evaluation 
Use of data
39 The local LSC’s EO strategy must present the
priorities for and progress in closing equality gaps
in access, participation, retention and attainment,
particularly with regard to gender, ethnicity, age
and disability.
40 Data collection is a key function of local
LSCs. However, there is a danger that spending
excessive time collecting quantitative data can
become a barrier to action in its own right.
Perfect data are rare, and virtually impossible to
come by. National benchmarking data may not
be relevant to the local context and labour
information may be out of date. It is equally
important that qualitative data from
consultations, evaluations and surveys are
analysed and acted upon, and that ‘value-added’
factors such as increased learner confidence,
satisfaction and personal outcomes are closely
monitored and rewarded.
41 The best use of available data is achieved
where the analysis of progress:
• includes comparison by gender, ethnic group,
age and disability as a proportion (%) of all
starters and leavers and by each post-16
route
• separates data on each ethnic group, using
combined data only where numbers would
be too small to be individually meaningful
• reveals existing equality gaps in participation
or attainment for particular groups
• indicates the scale of any shortfall that may
need to be targeted for action, subject to
local consultation
• is updated each year as part of the annual
review of the EO strategy.
42 To use data effectively for monitoring
purposes, a commitment to the following
objectives is needed:
• establishing comprehensive systems for
measuring progress and performance
• identifying appropriate baseline data,
including labour market information,
workforce profiles and consumer surveys
• ensuring that these data are easily
understood and actively used by LSC staff
and providers when monitoring, planning and
reviewing services
Case study 19: Prom
oting equality to 
small- and medium
-sized businesses
The project was des
igned to assist smal
l- and
medium-sized busin
esses. Originally fun
ded
for one year, it gain
ed an extra two. Ov
erall,
30 companies produ
ced EO policies and
action plans, and di
rectors and manage
rs
received training on
: recruitment and
selection;
EO awareness; how
 to deal with racial 
and
sexual harassment;
setting up policy,
action-planning and
 monitoring; and EO
legislation. A furthe
r 250 companies re
ceived
bi-monthly bulletin
s on legal matters a
nd
what the companie
s more directly invo
lved
had achieved, well-r
eceived evening sem
inars
and a good practice
 guide. The compan
ies
involved have since
 offered work place
ment
opportunities to stu
dents at the college
 and
their employees hav
e taken part in colle
ge
courses including si
gn language classes
 and
first aid.
Equality Assurance:
Self-assessment for
 equal
opportunities in FE
FEDA, 1998
Case study 20: Und
erstanding and enga
ging
employers
Berkshire LSC is rev
isiting the 1999 Bus
iness
Needs Survey by Th
ames Valley Enterpr
ise as
the basis for its wor
k with employers.
Looking at the diffic
ulties that employe
rs say
they are experiencin
g in recruitment sho
ws
that it is not just la
bour shortages, but
 also
the quality of skills 
that are important 
as
these aspects of de
ficiency may have
underlying causes r
elated to social incl
usion
and inactive learnin
g:
a. the poor quality 
or unsuitability of
applicants (24%);
b. insufficient numb
ers of applicants (23
%);
c. general shortage
 of the type of emp
loyee
required (21%)
d. applicants lackin
g specific skills requ
ired or
having an insufficie
nt level of skill (17%
)
e. applicants having
 attitudinal problem
s or
appearing to lack m
otivation (15%).
Skill shortages are m
ost prevalent in
occupations with m
oderate or low skill
requirements – the 
sort of occupations
 that
would typically be f
illed locally rather t
han by
recruiting at a natio
nal level (as might b
e the
case for high skill o
ccupations).
Berkshire LSC
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• making the analysis and reporting of core
data disaggregated by ethnicity, gender,
disability and age a standard LSC procedure
• using data to plan and deliver appropriate
learning provision
• undertaking local impact evaluation
• helping providers by supplying and helping
with the interpretation of benchmarking data
and MIS software
• ensure action plans detail what steps are
being taken to obtain data or improve
collection.
Self-assessment and quality monitoring 
43 Effective self-assessment stems from a
reflective and self-critical culture. Local LSCs
will be expected to lead by example in this area,
conducting an annual review of the EO action
plan and identifying EO strengths and
weaknesses as an integral part of the quality
assurance process. It should also lead to
demonstrable improvements for learners, clear
priorities for action and better working practices.
44 The experience gained from assessing the
strengths and weaknesses of LSC performance
should actively inform its relationship with
providers, who are required to identify their own
strengths and weaknesses. Contract managers
will need to take full account of each provider’s
self-assessment and their record of delivery
against agreed EO targets when reviewing their
overall performance and assessing the potential
for future business. This will entail close
monitoring of providers’ development plans
and their progress towards achieving EO targets,
encouraging them to take on board more
challenging targets.
45 The use of numerical data, disaggregated by
race, gender, disability and age, as evidence in the
quality assurance process will be a standard
requirement. However, ‘value-added’ factors, such
as increased learner confidence, engagement in
voluntary work, community activity or
progression to further learning are also indicators
of success.
46 Provider performance reviews will take place
every four months. Equality of opportunity is one
of the 10 areas to be considered. The provider
will be assessed on:
• EO policy and strategy
• promotion of EO
• participation by learners
• outcomes for learners
• accountability for EO
• awareness of EO roles and responsibilities
• monitoring EO performance
• findings from inspections.
47 The LSC criteria on equal opportunities are
outlined in Raising Standards in Post-16 Learning.
They include:
• the extent to which local provision is
educationally and socially inclusive and
promotes access to education and training
• the achievement of standards in both
learning and job outcomes
• ensuring that providers’ strengths and
weaknesses are identified in self-assessment
reports and are tackled in development plans
• the equality of education and training
processes
• the effectiveness of EO policies and
procedures for dealing with discrimination
and harassment, recruiting and selecting staff
and learners and ensuring access to external
support systems.
48 These requirements are grouped under the
leadership and management section of the
Common Inspection Framework, which is the
key document for providers’ self-assessment.
It highlights how effective leaders and managers
are in raising achievement and supporting all
learners; in particular ‘how well equality of
opportunity is promoted and discrimination
tackled so that all learners achieve their
potential’. The inspection framework expects
teaching practice, learner support and
materials to reflect good practice in equality
of opportunity.
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Reviewing and reporting progress 
49 Reviewing and reporting progress is a
statutory requirement. Progress towards
achieving EO targets is annually reported to the
secretary of state through the national LSC. This
process will be informed by the reports sent by
local LSCs.
50 Local LSCs will need to plan how to report
and establish mechanisms for evaluating progress
from the outset. This will involve making sure
that all who contribute to the annual report are
fully aware of the timescales, and why the data
are needed.
51 Key reporting requirements include:
• presenting data about post-16 education and
training and information about performance,
participation, achievement rates and
performance gaps to the national LSC
• making sure that providers collect and
present data in the same way so it can
be aggregated
• establishing a culture of continuous review
and reporting, including monitoring of
progress at least once every quarter
and annual evaluation of the local
LSC EO strategy.
52 You need to ensure that equality and
community partners can contribute effectively to
the annual review and will support any identified
revisions to targets or action plans. The
contribution of individual providers should be
included in the overall review, and their views
should be reflected in the local LSC’s assessment
of progress.
53 The annual review of progress must be seen
to benefit local organisations and influence local
provision. It is an important stage in closing the
loop and motivating providers to improve. There
are many ways of ensuring that the findings are
actively used to guide local providers and
empower LPs in their efforts to widen
participation and develop more inclusive learning
opportunities—for example:
• providing headline information about the
local population in education and
employment, taking account of its gender
balance, ethnic mix, age structure and the
incidence of disability
• identifying key industrial and occupational
sectors and showing how closely local
workforces reflect the diversity of the local
population
• identifying how local education and training
provision is meeting the needs of different
groups in the population, and highlighting
areas of concern
• celebrating and publicising achievements and
movement towards equality of opportunity.
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Statutory Requirements
1 Local LSCs are responsible for ensuring that
no unlawful discrimination on grounds of race,
sex or disability takes place in the provision of
services to local people, or against applicants
for jobs.
Race and sex discrimination 
2 The Sex Discrimination Act, 1975 (SDA) and
the Race Relations Act, 1976 (RRA) define three
main types of discrimination:
• direct discrimination: occurs when a person
is treated less favourably than others on the
grounds of sex, marital status or race, colour
or nationality (including citizenship) or
ethnic or national origins
• indirect discrimination: occurs when a rule
or condition or requirement which applies
equally to everyone has a disproportionately
adverse effect on people from a particular
racial group, or on one sex, or a married
person of the same sex, and there is no
objective justification for the rule
• victimisation: occurs when a person is
discriminated against for taking action under
the RRA or the SDA, or for supporting such
action by another.
3 Local LSCs must comply with those parts
of both acts that relate to discrimination in
employment. They must also observe the general
prohibitions against discrimination in access or
‘indirect access’ to goods, facilities and services
they provide. ‘Indirect access’ would apply to the
actions of agents providing services as
contractors or franchisees. It should be noted
that any employee, regardless of length of
service, is entitled to make a claim under the
SDA, the RRA or the Disability Discrimination
Act, 1995 (DDA).
Positive action 
4 It is lawful under both acts to provide
training and special encouragement for people of
a particular racial group, or either sex, who have
been under-represented in certain occupations or
grades during the previous 12 months. It is also
lawful to address any special educational, training
or welfare needs identified for a specific racial
group and to provide training and special
encouragement for returners to the labour
market after a period of time discharging
domestic or family responsibilities.
Special encouragement might include targeted
advertising and recruitment literature, reserving
places for one sex on training courses or
fast-track training for black and visible minority
employees wishing to gain access to
managerial posts.
Race Relations Amendment Act, 2001 
5 The Race Relations Amendment Act makes
it unlawful:
• for any person who performs functions of a
public nature to discriminate on racial
grounds while carrying out those functions
• for private agencies carrying out public
functions such as running prisons,
immigration detention centres or schools, or
carrying out various local authority
functions, to discriminate on racial grounds.
6 The 2001 amendment act focuses on the
public sector although the standards expected
of public bodies are likely to affect the private
sector too. It strengthens existing legislation in
two ways. It will:
• extend protection against racial
discrimination
• place a new, enforceable positive duty on
public authorities, requiring them to
4. Statutory and other Requirements
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incorporate race equality considerations
into everything they do including the
employment of staff and the provision
of goods, facilities and services.
7 The critical feature of this new legislation is
that it will be enforceable. It will place a duty on
colleges and other providers to develop race
equality schemes, showing clearly how they will
address and incorporate race equality in their
provision.
CRE leadership challenge 
8 The CRE Leadership Challenge, which the
LSC has signed up to, was launched in 1998 and
invites leaders in all sectors of public life to
become equality champions by:
• giving a personal lead in promoting race and
other equality issues. They can do this by
using their position on committees and 
boards to put race and other equalities issues
high on the agenda
• raising race and other equality issues and
achievements in their annual reports, public
statements and speeches
• extending their personal support and
endorsement of race and other equalities
issues to mainstream events and campaigns
where these issues might not otherwise
be raised.
9 Advice is available from the Equal
Opportunities Commission, the Commission
for Racial Equality and the Disability Rights
Commission on measures to prevent sex,
race and disability discrimination.
Disability Discrimination Act, 1995 
10 The DDA requires employers and service
providers to take ‘reasonable measures’ to ensure
that they are not discriminating against people
with disabilities. The DDA also makes it unlawful
for an employer to treat a disabled person less
favourably than others because of their disability.
11 The Learning and Skills Act, 2000 gives the
LSC the power to attach conditions to payments
it makes to post-16 education and training
providers, including the requirement, formerly
enforced by the FEFC, that providers publish
statements in respect of their facilities for
disabled people.
12 The Special Educational Needs and Disability
Act, 2001 gives all publicly funded post-16
providers new responsibilities. It is unlawful to
treat a disabled student (as defined under the
DDA) less favourably than non-disabled people.
Part of not discriminating is to make reasonable
adjustments (for example, to policies and
practices, accommodation, support and course
provision) so that the person is not placed at ‘a
substantial disadvantage’.
Human Rights Act, 1998
13 The Human Rights Act came into force in
October 2000 and incorporates most of the articles
of the European Convention on Human Rights into
domestic law. It will enable any individual who
considers they have been a victim of a human rights
violation to challenge a public authority in the
courts or tribunals. There is to be separate provision
in Scotland and Wales. Most of the Convention
rights incorporated into UK law will have
implications both for local LSCs and post-16
education and training providers.
Other Requirements
Common Inspection Framework
14 Equal opportunities runs through the
requirements of the common inspection
framework agreed jointly by Ofsted and the
Adult Learning Inspectorate (ALI) for post-16
learning. The role of management in leading on
equal opportunities is stressed. Providers will
be inspected once every four years. The common
inspection framework will also be
used for area inspections. ALI will report on equal
opportunities as a separate category under the
leadership and management sections. The draft
ALI guidance is available on its website
(www.ali.gov.uk) where the inspection
framework, including the equal opportunities
requirements, is interpreted for different kinds
of providers: New Deal, work-based training,
adult education, UFI/Learndirect, with examples
of evidence.
Raising Standards: Self-assessment and
development planning
15 This document, published jointly by the
DfEE and LSC, sets out the LSC’s requirements
of providers in respect of equal opportunities.
Providers have to self-assess their provision
annually against the requirements of the
common inspection framework and the
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additional quality criteria for the LSC.
These criteria include, under leadership and
management: promoting equal opportunities;
closing equality gaps; setting targets; and
monitoring and reporting on improvements .
Each provider has to prepare a development plan
with targets agreed by the local LSC. In addition,
the LSC will be developing performance
indicators, that are likely to have an equal
opportunities dimension.
Guidance on meeting needs of learners with
learning difficulties and/or disabilities 
16 DfEE Guidance to the LSC on Meeting the
Needs of Learners with Learning Difficulties and/or
Disabilities (March 2001) presents the actions
local LSCs are expected to take with regard to
inter-agency working, boarding accommodation,
transport and mobility, work experience and the
new assessment arrangements.
Guidance on mainstreaming equal
opportunities 
17 The importance of mainstreaming EO is
highlighted in Mainstreaming Equal
Opportunities (published by the DfEE for the
LSC, March 2001), which gives an overview of the
LSC’s duty to promote EO in everything it does.
Code of conduct on ageism
18 Age Diversity in Employment: A code of
practice (DfEE,1999) covers good practice in six
aspects of the employment cycle: recruitment,
selection, promotion, training, redundancy, and
retirement. The key factor for ensuring success in
delivering good practice is identified as a genuine
commitment from top management to its
implementation, which is communicated clearly
throughout the organisation and beyond.
Macpherson report
19 The Stephen Lawrence Inquiry identified
institutional racism in the police and other large
organisations as a major concern. Its findings were
set forth in the Macpherson report, which
included over 70 recommendations designed to
address racial harassment, discrimination,
under-representation and other identified concerns.
Macpherson’s definition of a racial incident has
been included in many local crime and disorder
strategies and has given rise to racial harassment
monitoring systems that involve schools, public 
services, local employers and members of the public
in reporting and developing local targets and
strategies that will actively discourage racial
incidents. His definition of institutional racism has
also been widely adopted as a basis for reviewing
organisational practices and procedures.
Investors in People 
20 Investors in People (IiP) is a quality initiative
designed to promote good employer practices
towards internal and external customers. IiP
status is awarded to organisations and private
employers who can demonstrate improvements
in customer satisfaction, staff effectiveness and
more efficient handling of complaints as a result
of staff development, staff/client consultation
and similar mechanisms.
21 Publication details of all these materials, and
relevant website addresses appear in the
references at the end of this document.
Equality in Practice: A Guide to Mainstreaming
37
Bibliography
Published Materials
Age Diversity in Employment: A code of practice
(DfEE,1999)
Equality Assurance: Self-assessment for equal
opportunities in further education (FEDA, 1998)
Equality in the 21st Century: Annual report
1999/2000 (Equal Opportunities Commission, 2000)
Equality Assurance: Self-assessment for equal
opportunities in further education (FEDA, 1998)
Guidance to the LSCs on Meeting the Needs of
Learners with Learning Difficulties and/or
Disabilities (DfEE, 2001)
Learning Works: Widening Participation in Further
Education (FEFC/HMSO, 1997)
Inclusive Learning (FEFC/HMSO, 1997)
Mainstreaming Equal Opportunities (DfEE, 2001)
Modern Apprenticeships and Gender Stereotyping
(DfEE, 1999)
Raising Standards in Post-16 Learning:
Summary consultation document (DfEE, 2000)
Raising Standards: Self-assessment and
development planning (DfEE, 2001)
Skills for Neighbourhood Renewal (DfEE, 1999)
Social Inclusion: Equality Assurance: Self-
assessment for equal opportunities in training
(DfEE,1999)
Social Inclusion: TECs and CCTEs working towards
achieving social and economic inclusion
(DfEE, 1999)
Websites 
www.ali.gov.uk Adult Learning Inspectorate
www.cre.gov.uk Commission for
Racial Equality
www.drc-gb.org/drc Disability Rights
Commission
www.dfee.gov.uk/post16
Department for Education
and Employment
www.eoc.org.uk Equal Opportunities 
Commission
www.lsc.gov.uk Learning and Skills Council
www.lsagency.org.uk Learning and Skills 
Development Agency
www.ofsted.gov.uk Ofsted (Office for 
Standards in Education)
Copyright LSC July 2001
Reference 0020
